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Abstract
The present research aims to examine the role of managers’ innovative work
behavior (hereinafter IWB) in explaining the relationship between their work
design (hereinafter WD) characteristics and work role performance
(hereinafter WRP) at individual, teamwork and organizational levels.
The WRP conceptual models of (Griffin et al., 2007); WD model of
(Morgeson & Humphrey, 2006); and IWB model of (Jong & Hartog 2010)
had been integrated to achieve the research purpose. Data was collected
about the managers’ WRP, IWB and WD through a structured questionnaire
that conducted with a sample of 262 managers working at the (9)
subsidiaries of Egyptair holding Company.
The research results show a significant, positive relation between the
managers’ WD characteristics and their IWB and WRP. The results assert
that the motivational and social work characteristics have a greatest impact
on the managers’ adoptive and proactive IWB which is reflected on their
performance at teamwork and organization levels. Thus, the research results
argue that the managers’ IWB strengths the WD/WRP positive relationship.
The obtained research results guideline the Company’s administration to
determine preciously the desired modifications in job characteristics which
are needed to foster the managers’ IWB and examine the impact of these
modifications on the managers’ WRP at individual, teamwork and
organization levels.
The present research bridges a serious gap in the current literature
concerning the relationships among WD, WRP and IWB through adopting a
comprehensive yet integrated WD and WRP measures that help examining
the impact of wide range of job characteristics not only at individual WRP
level, but also at teamwork and organizational levels. The research also adds
new insight to the current literature by mediating the IWB to explain
WD/WRP direct relation.
Keywords: innovative work behavior (IWB); work design (WD); work role
performance (WRP).
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1. Introduction
Research on “work design” – as the process of outlining the way work is
performed- has long captured the attention of organizational development
scholars because of its significant impact on work performance (Sonnentag
et al., 2008). From this standpoint, a growing numbers of academics support
the result that: “work design affects an individual work role performance
(WRP) that in turn affects the performance of the teamwork and the
organization as a whole (Griffin et al., 2007; Katz & Kahn, 1978; Leoni,
2012; Murphy & Jackson, 1999; Welbourne et al., 1998). Hence, the ability
of an organization to foster work performance depends heavily on the
characteristics of its work design, so, different work designs lead to different
levels of work role performance.
While innovation doesn’t only stem from R&D investments and
technological inventions, the workers’ day-to-day innovations on the
workplace had been considered a main driver for the work role performance
that is essential for an organization’s survival and prosperity (Leong & Rasli,
2013; Dorner, 2012; Gong et al., 2009).
On the other hand, large number of research topics endorse that the ability of
an organization to foster its workers’ innovative work behavior (IWB)
depends heavily on the characteristics of their work design (Holman et al.,
2011; Yuan & Woodman, 2010; Krause, 2004; Ramamoorthy et al., 2005;
Slatten & Mehmetoglu, 2011; Ohly et al., 2006; and Fritz & Sonnentag
2009).
In an attempt to better understand the links among the innovative work
behavior (IWB), work design (WD), and work role performance (WRP), the
present research examines the role of the innovative work behavior in
explaining the relationship between work design characteristics and work
role performance level of the managerial positions working in Egyptair
Corporation.

2. Research problem (Questions)
By reviewing the current literatures concerning the study core variables, we
found that most research topics target is examining the relationship between
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specific work characteristics and different individual and organizational outcomes
(Morgeson & Humphrey, 2006; Campion et al. 2005). They focus mainly on

the direct relation between work design and individual work role
performance spotlighting particular work characteristics as clarity (Selmer &
Lauring 2011), discretion (Groen et al. 2011), inclusion (Leoni, 2012), and
demands (LePine et al. 2005). While most of these topics adopt Hackman &
Oldham, (1975); and Campion (1988) work design conceptual models,
Morgeson & Campion, (2006) and Parker et al., (2001) argued the models’
insufficiency whereas numerous work characteristics have been neglected (as in
Hackman & Oldham’s job characteristics model), or they investigated work
design issues independently of each other when a little integration between the
work design perspectives has been exhibited (as in the Campion’s interdisciplinary
model).
In an attempts to overcome such deficiencies in the current literature, the present

research adopts more comprehensive yet integrated WD and WRP measures
to examine “how different work design characteristics may be related to the
level of proficiency, adaptivity and proactivity of the work role performance
not only at individual level but also at group and organizational levels
mediated by the IWB to explain the WD/WRP relation”. in other words, the
present study has been directed to answer the main question of: how the
managers’ innovative work behavior explain and direct the relationship
between their work design characteristics and individual, group and
organization work role performance? This in turn requires answering the
following sub-questions:
2.1. What are basic features characterizing work design of the managerial
positions working in Egyptair Corporation in terms of (motivational,
knowledge, social and contextual job characteristics)?
2.2. What is the managers’ work role performance level in terms of
(proficiency, adaptiviity and proactivity) achieved at (individual,
teamwork and organizational) levels?
2.3. What is the managers’ innovative work behavior regarding (exploring,
generating, championing and implementing) new ideas?
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2.4. What is the relationship between work design characteristics and the
work role performance of Egyptair managers?
2.5. What is the relationship between work design and the innovative work
behavior of Egyptair managers?
2.6. What is the relationship between the managers’ innovative work
behavior and their ability to achieve high work role performance level?
2.7. To which extend the managers’ innovative work behaviors mediate the
relationship between their work design and the level of work role
performance?

3. Research objectives
In an attempt to answer the above mentioned research questions, the present
research aims to measure, analyze and determine:
3.1. The present situation of the Egyptair managers in terms of their current
work design characteristics, innovative work behavior and work role
performance level.
3.2. The relationship among the managers’ work design characteristics,
innovative work behavior and work role performance level.
3.3. The mediating effect of the managers’ innovative work behavior on the
relationship between their work design characteristics and the work role
performance level.
4. Research significance
The significance of the present research stems from two main streams:
4.1. Theoretical significance:
The present research enrich the current literature concerning work design
issues that use incomplete yet disintegrated wok design measures (Morgeson
& Humphrey, 2006), whereas, most work design topics focus mainly on
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particular work design characteristics neglecting other importance work
characteristics (Parker et al. 2001), or they investigated work design issues
independently of each other when examining their impact on individual and
organizational outcomes (Edwards et al., 2000). In an attempt to bridge the
literature gap and overcome such deficiencies, the present research adopts
the multi dimensional work design model of (Morgeson & Humphrey,
2006). The model consists of seventeen sub-dimensions classified into four
core dimensions to assess various work characteristics and their relation to
both different occupations and job outcomes.
On the other hand, the current literatures concerning work role performance
(WRP) focus mainly on the output generated from individuals based on
their job description instead of focusing on its impact on the group and
organization work performance (Leong & Rasli, 2013; Murphy and Jackson,
1999). In an attempts to treat such insufficiency, the present research adopt
the work role performance model of (Griffin et al., 2007) that cross-classifies
the three WRP dimensions (proficiency, adaptivity, and proactivity) with the
three levels at which role behaviors can contribute to effectiveness
(individual, team, and organization).
The majority of research topics concerning the relationship between work
design and work role performance focus mainly on the direct relation
between the two variables (Selmer & Lauring 2011; Groen et al. 2011;
Leoni, 2012; LePine et al. 2005). However, explaining how different work
design characteristics may affect the work role performance has not been
discussed exclusively yet in the literature. Accordingly, the present research
examines how the innovative behavior (as mediator) helps explaining such a
complex relationship between a work design and work role performance.
4.2. Empirical significance:
The present research findings provide clear guidance that can be used by the
administration of the represented corporation to determine preciously the
desired modifications in work characteristics which are needed to foster its
managers’ innovative work behavior and examine the impact of these
modifications on their work performance at individual, team and
organization levels. This in turn helps the practitioners when designing and
redesigning jobs characteristics for enhancing work performance.

66

طارق محمد علي.د

2014 المجلة العلمية لالقتصاد و التجارة – العدد الثاني أبريل

5. Reviewing literatures and developing hypotheses
Attempts are made through this section to discuss ongoing debate in the
current literature regarding research variables and the interrelationships
among them. As a result of this discussion, the research conceptual
framework is formed and hypotheses are determined.
5.1. Work design (WD)
At a basic level, work design has been defined as “the process of outlining
the way work is performed using job analysis results” (Taylor, Doherty and
McGraw, 2007: p. 44). Otherwise, Buchanan, (1979) defines work design as
“specification of the contents, methods, and relationships of jobs in order to
satisfy technological and organizational requirements as well as the social
and personal requirements of the job holder”.
Research on work design has long captured the attention of organizational
development (OD) scholars because of its significant impact on individual,
group, and organizational performance (Sonnentag et al., 2008). As a result
of their deliberate review of work design literature, Morgeson & Humphrey,
(2006); and Campion et al. (2005) agreed that the most influential, leading
theoretical models of work design remain job characteristics model of
Hackman & Oldham, (1975); and interdisciplinary model of Campion
(1988). Basic assumptions and measures of the two models have served as
the basis for enormous number of studies that supported the models validity
over the past two decades (Ambrose and Kulik 1999). Despite of that, recent
critiques and modifications of the two models have been offered (Morgeson
& Campion, 2006; Parker et al., 2001).
Efforts are directed through the next paragraphs towards exhibiting the two
leading models of work design spotlighting their basic assumptions,
measures, results and deficiencies. Then, the new modified model of work
design that has been adopted by the present research would be introduced.
5.1.1. Hackman & Oldham’s (1975) model of work design
Job Characteristics model (JCM) of Hackman & Oldham, (1975) has drawn
heavily from motivational theories in organizational psychology and has
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focused almost exclusively on motivational aspect of work (Dunham, 1976;
Loher et al., 1985). The model identifies five core job characteristics that
affect three critical psychological states within a person which in turn foster
three motivational outcomes as illustrated in the next figure.
Core Job
Characteristics

 Skills variety
 Tasks identity
 Tasks significance
Autonomy
Feedback from job
or from other jobs

Individual &
Organizational
Outcomes

Critical Psychological
States

Meaningfulness of
the work
Responsibility for
Outcomes

 Job performance
 Job satisfaction
 Internal work
motivation
 Absenteeism
 Turnover

Knowledge of
actual results
Moderators
Employees’ growth needs strength

Figure 1: Job Characteristics model (JCM) adopted from Hackman & Oldman 1975

According to the figure, each critical state is derived from certain job
characteristic/s. It was also hypothesized that employees’ growth need
strength is moderating the positive relationship among job characteristics,
critical psychological states and the outcomes.
In order to assess the model variables, Job Diagnostic Survey (hereinafter
JDS) had been structured by Hackman & Laurel (1971). The JDS consists of
83 items classified into seven sections to assess the job five core
characteristics, the critical psychological states, the individual and
organizational outcomes, as well as the employees’ growth need strength. In
JDS, the job score can be calculated based on the equation: [The motivating
potential score “MPS” of certain job = (skill variety + task identity + task
significance ÷ 3) × (autonomy) × (feedback from job itself + feedback from
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others ÷ 2)]. Low MPS scores indicate that an individual will not
experiencing one or more of the psychological states dimensions which lead
to low outcomes. This in turn helps identifying the job/s that needs to be
redesigned and the characteristic that needs to be modified. The model
suggests that individuals whom have high growth need strength and desire
for challenge will respond positively for redesign their jobs than others
(Graen et aI., 1986).
Although JDS has been considered the most commonly work design
measure, it focused on a narrow set of motivational job characteristics while
numerous other work characteristics have been neglected (Parker et al.
2001). For this reason, Campion (1988) introduced their Interdisciplinary
model that presents multiple perspectives to work design.

5.1.2. Campion’s (1988) model of work design
Unlike JCM, the Interdisciplinary model makes up of four different
approaches to work design obtained from different academic disciplines and
geared toward different work outcomes as shown in figure (2).
According to Campion & McClelland (1991) each work design perspective
has its positive and negative impacts on work outcomes. In this context,
Motivational approach focuses almost exclusively on motivational aspect of
work outcomes and results in high job satisfaction, but also involves a
greater chance of errors (low efficiency). On the other hand, Mechanistic
approach emphasizes work fragmentation to enhance human resource
efficiency, so, it decreased training time and less likelihood of errors, but
also involved lower job satisfaction. Moreover, Biological approach focuses
on the minimization of physical stress, noise and injure on the worker. It
results in less physical effort (high comfort) and higher job satisfaction, but
requires higher financial costs because of the necessity to change equipment
in order to achieve those reductions. Finally, Perceptual/motor approach
oriented toward human mental capabilities and limitations with regard to
attention and concentration requirements of jobs. It results in reducing the
likelihood of accidents and errors, and decreases training time. However, it
also results in lower job satisfaction and motivation.
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Discipline

Outcomes

Motivational

Organizational psychology

Satisfaction

Mechanistic

Mechanical Engineering

Efficiency

Ergonomics

Comfort

Experimental psychology

Reliability

Biological
Perceptual/motor

Figure 2: Work design perspectives, associated discipline and outcomes

The interdisciplinary model of work design uses the Multi-method Job
Design Questionnaire (hereinafter MJDQ) that consists of 48 items classified
into four sections to measure job features within each approach and
associated personal and work outcomes (Campion et al. 2005). MJDQ
includes a greater variety of job characteristics than JDS, however, it too
suffered from measurement problems and gaps in construct measurement
while it treats each group of job characteristics separately from the other
(Edwards et al., 2000). It also missed such key work characteristics as
“autonomy” (Edwards, Scully, & Brtek, 1999).
Based on the above discussion, Job characteristics and Interdisciplinary
models of work design provide distinct work design perspectives that help
expanding our understanding of specific work characteristics and their
impact on different individual and organizational outcomes. However, they
suffer from insufficiency while numerous work characteristics have been
neglected (as in job characteristics model) (Parker et al. 2001), or they
investigated work design issues independently of each other when a little
integration between the work design perspectives has been exhibited (as in
the interdisciplinary model) (Edwards et al., 2000).
In their efforts to address these deficiencies, Morgeson and Humphrey
(2006) reviewed the work design literature, identified and integrated
previously described work characteristics to develop a more comprehensive
and integrated work design model.
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5.1.3. Morgeson & Humphrey’s (2006) model of work
design
Attempts are made by Morgeson and Humphrey (2006) to fill the gap and
treat deficiencies of the job characteristics and interdisciplinary models of
work design. They collected a total 107 work characteristic terms that have
been identified and measured through the work design literature (Morgeson
& Campion, 2003). Independently, they sorted these terms into
homogeneous categories on the basis of the underlying content of them
adapting Fleishman & Quaintance’s (1984) taxonomy that classify job
characteristics into core and sub-dimensions as in figure (3).
Morgeson & Humphrey (2006) examined the impact of different work
characteristics on occupational categories, job satisfaction, training needs
and compensation requirements. Accordingly, they conducted a survey with
540 job incumbents holding 243 distinct jobs. Their sample included most
major occupational groups (professional, non-professional and sales)
constituted of participants whom approximately 48 years old, worked in their
current job for 15 years, 58% were men. Morgeson & Humphrey’s (2006)
work design measure has been widely known as work design questionnaire
(WDQ) including 34 questions to assess the four dimensions of work
characteristics and their relation to both occupations and job satisfaction.
According to figure (3), core job characteristics dimensions include,
Motivational dimension which has been the most investigated in the
literature to reflect a motivational aspect of work (Dunham, 1976; Loher et
al., 1985). Then, Knowledge dimension that reflects the kinds of knowledge,
skill, and ability demands that are placed on an individual as a function of
what is done on the job (Campion & McClelland, 1993), furthermore, Social
dimension as the interpersonal and social aspects of work (Morgeson &
Campion, 2003; Seers & Graen, 1984). Finally, Contextual dimension
reflects the physical and environmental contexts within which work is
performed.
In terms of work design / occupational categories relation, Morgeson and
Humphrey (2006) argued that work characteristics related to job knowledge
and autonomy would be higher in professional occupations than in
nonprofessional occupations. However, nonprofessional occupations would
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have higher levels of physical demands and less positive work conditions
than in professional occupations. Finally, sales occupations would be higher
on interaction outside the organization than other occupations. On the other
hand, work design relations to job satisfaction, training needs and
compensation requirements showed that both motivational and knowledge
characteristics would be positively related to satisfaction, whereas only
knowledge characteristics would be positively related to training and
compensation requirements. However, social support would incrementally
predict satisfaction beyond the motivational work characteristics, but that it
would not be related to either training or compensation requirements.
Job Characteristics core and sub dimensions
Motivational characteristics
 Autonomy
 Task variety

 Feedback from job
 Task significance

Knowledge characteristics

Occupational
categories
 Professional
 Non-professional
 Sales

 Complexity
 Skill variety
 Information processing  Specialization
 Problem solving
Social characteristics
 Social support  Outside Interactions
 Interdependence  Feedback from others
Contextual characteristics
 Physical demands  Equipment use
 Work conditions

 Job satisfaction
 Training needs
 Compensation
requirement

Figure 3: Adopted from Morgeson & Humphrey’s (2006) model of work design

5.2. Work Role Performance (WRP)
Traditionally, individuals at the workplace are required to perform a certain
role as specified in their job description (Leong & Rasli, 2013). Here,
Murphy and Jackson (1999) define work roles as the “the total set of
performance responsibilities associated with one’s employment” (P.335).
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Otherwise, role theory views organizations as systems of interdependent
components (individuals within a work group) that need to cooperate to
achieve shared goals (Katz & Kahn, 1978: 189). It concerns describing a
broader set of work responsibilities of an individual role and their impact not
only on the effectiveness of that individual, but also on the effectiveness of
others, including groups, teams, and the organization as a whole (Morgeson
et al., 2005).
Upon this, Griffin et al., (2007) define “work role performance” concept
(hereinafter WRP) as “the level of achievement of job duties assigned to
certain position”. They distinguished three different dimensions to measure
an employee work role performance. “Proficiency,” describes the extent to
which an individual meets role requirements that can be formalized with a
clear standard against which judgments can be made. “Adaptivity,” describes
the extent to which an individual adapts to changes in work roles.
“Proactivity,” describes the extent to which the individual takes self-directed
action to anticipate or initiate change in the work roles. Adaptivity and
proactivity are important whenever a work context involves uncertainty and
some aspects of work roles that cannot be formalized (Wall et al., 2002).
Instead of looking at the output generated from individuals based on their job
description, Griffin et al., (2007) model of work role performance crossclassify the three WRP dimensions (proficiency, adaptivity, and proactivity)
with the three levels at which role behaviors can contribute to effectiveness
(individual, team, and organization) to define different employees WRP at
individual, team and organizational levels.
A growing number of academics support that the ability of an organization to
foster its employees’ work performance depends heavily on the
characteristics of its work and the job design (Kariznoee et al. 2012; Neal et
al., 2012). In this context, Holton & Yamkovenko, (2008) claim that work
role has proved to change from one work design to the other. Next paragraph
thus sheds light on the relationship between work design (WD) and work
role performance (WRP) spotlighting how different work designs lead to
different levels of work role performance.
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5.3. WD and WRP relationship.
Literature reports an empirical evidence for positive significant relations
between particular job characteristics and work role performance (Parker and
Turner, 2002; Langfred and Moye, 2004). Based on a questionnaire
conducted with emigrant academics occupying regular positions in science
faculty departments in northern Europe universities, Selmer & Lauring,
(2011) reported a positive, significant relationship between Job clarity and
employees’ work performance, effectiveness, and proficiency.
Furthermore, Leoni (2012) conducts a large survey of Italian employees
drawn from a governmental association to examine the relationship between
workplace design and the employee’s competences led to high work
performance. He found that workplace design characterized by (greater
worker discretion, participation in improvement groups, inclusion in
workplace improvement schemes, and involvement in performance
evaluation) help developing workers’ key competencies of (high cognition,
problem-solving, and self-reflexivity) respectively, that enabling high work
role performance of those employees.
LePine et al. (2005) argue that, workplace challenges of (job demands, time
urgency, and workload) have been associated with high work role
performance, however, workplace hindrances of (problems with machines,
incomplete materials or lack of necessary information) seem to be
significantly associated with low work role performance.
Groen et al. (2011) examine the extent to which work design promoting
employees to develop their own performance indicators affects their level of
work performance. Survey data are collected from 86 pairs of nonmanagerial employees and their supervisory managers in various jobs and
industries. Results suggest that the more non-managerial employees engage
in developing their performance indicators, the higher their level of work
performance.
On the basis of arguments put forth by previous literatures, we would expect
work design characteristics of job (clarity, discretion, inclusion, demands,
and pressure) to be positively related to the level of work role performance
which helps developing the first research hypothesis:
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(+) H1

WRP

H1. There is a positive significant relationship between work design
characteristics and the work role performance level.
Figure 4: the proposed relationship between work design and work role
performance.

5.4. Innovative Work Behavior (IWB)
Innovation doesn’t only stem from R&D investments and technological
inventions, alternatively, day-to-day innovations on the workplace are
essential for an organization’s survival and prosperity (Leong & Rasli, 2013;
Dorner, 2012; Gong et al., 2009; Janssen, 2000). Hence, HR professionals
and managers seek to encourage the innovative behavior of broad categories
of employees (Oldham & Cummings, 1996).
The concept of innovative work behavior (hereinafter IWB) has been
introduced to the literature by Jong et al., (2007) referring to “all employee
behavior directed at the generation, introduction and/or application (within a
role, group or organization) of ideas, processes, products or procedures, new
to the relevant unit of adoption that supposedly significant benefit the
relevant unit of adoption” (p.8). IWB thus includes behavior of employees
that directly and indirectly stimulates the development and introduction of
innovations on the workplace (Spiegelaere et al., 2012a).
Scott & Bruce (1994), building on the work of Kanter (1988) proposed three
dimensions constituting IWB concept as idea generation, championing and
implementation, however, the dimension of idea exploration was proposed
later by Kleysen and Street (2001). Here, idea exploration and generation
include looking for and recognizing opportunities to innovate and producing
ideas and solutions for the work problems (Basadur, 2004; Amabile, 1988).
However, idea championing refers to promoting the generated idea for the
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purpose of finding support and coalition (Howell et al., 2005). Finally, idea
implementation makes the supported idea really happen. It includes
developing, testing, modifying, and commercializing the idea (Kleysen &
Street, 2001). Recent researchers took over this dimensional view on IWB in
their empirical research (Holman et al., 2011; Janssen, 2000; Messmann &
Mulder, 2010).
Workplace innovation literature stressed that IWB helps reducing negative
effects of high job demands (Janssen, 2000) or job dissatisfaction (Zhou &
George, 2001). Thus, innovative work behavior has been considered a part of
an employee strategy to smoothen the work process and design.

5.5. WD and IWB relationship.
A growing number of academics endorse that the ability of an organization
to foster its workers’ innovative behavior depends heavily on the
characteristics of its work and work design.
In this context, Krause (2004), Ramamoorthy et al., (2005), and Slatten &
Mehmetoglu, (2011) found positive significant relations between autonomy
and IWB. Likewise, Ohly et al. (2006) found positive significant relations
between routinization and employee innovation, as routine tasks enable
employees to see opportunities for improvement better. Furthermore, Fritz &
Sonnentag (2009) and Janssen (2000) stressed the significant relation
between job demands and IWB. They reported that time pressure and
emotional pressure will positively relate to IWB.
On the other hand, Spiegelaere, et al. (2012b) argued that job control
variables (organizing tasks and learning opportunities) are positively related
to IWB. Carmeli & Spreitzer (2009); Shalley et al., (2004); Yuan &
Woodman (2010) and Severke et al., (2002) reported that work engagement
as feeling intrinsically motivated at work has been positively associated with
IWB. Finally, Spiegelaere et al., (2012a) argued that job challenges have
positive relation with IWB.
Accordingly, we would expect work design characteristics as job (autonomy,
routinization, engagement, security, control, demands and challenges) to be
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positively related to the innovative work behavior which helps developing
the second research hypothesis:

WD

(+) H2

IWB

H2. There is a significant relationship between work design characteristics and
the innovative work behavior.
Figure 5: the proposed relationship between work design characteristics and the
innovative work behavior.

5.6. IWB and WRP relationship.
The relationship between the workers’ innovative work behavior (IWB) and
their work role performance (WRP) can be realized from the IWB definition
as “the intentional generation, promotion and realization of new ideas within
a work role, workgroup or organization in order to benefit role performance,
the group or the organization” (West & Farr 1990). Based on the definition,
IWB should be directed towards enhancing WRP. In spite of that, there is
little research that examines IWB across the areas where innovation and
every day workplace performance differ (Gilson (2008).
In his attempts to fill such a gap in the current literature, Leong & Rasli
(2013) address the research question of how IWB could influence WRP.
They conducted a survey with 300 employees in an integrated automotive
organization in Malaysia to examine the differences in IWB and everyday
work role performance from an automotive industry perspective. The
research findings support a positive significant relationship between IWB
and WRP. They found that developing IWB as part of the everyday job
function is the main predictor of work role performance.
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Empirical evidence also suggests that employees’ creativity is positively
related to individual’s work performance (Dorner, 2012). Here, creativity -as
a one of IWB dimensions- is generating novel responses that are useful in
dealing with the task at hand (Amabile 1996). Gong et al., (2009) assume
that employees’ creativity at the workplace has been positively associated
with an individual task performance. On contrary, Miron et al., (2004) have
found that creativity is dysfunctional to work role performance quality
because it is incongruent with conformity and attention to detail.
Drawing on this reasoning, overall, it is hypothesized that there is a positive
relationship between innovative work behavior and work role performance:
(+) H3
WRP

IWB

H3. There is a positive significant relationship between the innovative work
behavior and the work role performance level.

Figure 5: the proposed relationship between innovative work behavior and the
work role performance level.

In an attempt to examine the mediating impact of the workers’ innovative
work behavior (IWB) on the relationship between their work design (WD)
characteristics and work role performance (WRP) level, the fourth research
hypothesis comes up as:

H4. The innovative work behavior -as mediator- increases the positive

relationship between work design and work role performance
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According to the above discussion regarding research variables and their
relationships, we can draw the present research conceptual framework as in
the next figure.

(+)H4

Independent Variable

Work Design
(WD)
Job features:
 Motivational
 Knowledge
 Social
 Contextual

Mediating Variable

Dependent Variable

Innovative Work
Behavior (IWB)

Work Role
Performance (WRP)

Ideas:

Exploration
(+)H

Generation
2
 Championing
 Implementation

(+)H
3

Individual, team and
organizational tasks:
 proficiency
 Adaptivity
 Proactivity

(+)H1
Figure 6: The research conceptual framework

6. Research variables and measures
The present research has been built upon three core variables that help
achieving its purpose:

6.1. Work Design (WD): (The independent variable)
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The present research adopts Morgeson & Humphrey’s (2006) work design
measure. The measure uses 34 questions to assess the four dimensions of
work characteristics namely motivational, social, knowledge and contextual
that in turn classified internally to the following sub dimensions.

Table (1): The operational definitions of work design dimensions
WD
Dimensions

The operational definition

Autonomy

The extent to which a job allows freedom, independence,
and discretion to schedule work, make decisions, and
choose the methods used to perform tasks (Breaugh, 1985)
(measured by items 1 to 5).

Task variety

The degree to which a job requires workers to perform a
wide range of tasks (Lawler, 1969) (measured by items 6 &
7).

Task
significance

The degree to which a job influences the lives or work of
others, whether inside or outside the organization
(Hackman & Oldham, 1975) (measured by items 8 & 9).

Task identity

The degree to which a job involves a whole piece of work,
the results of which can be easily identified (Sims et al.,
1976) (measured by items 10 & 11).

Feedback
from job

The degree to which the job provides direct and clear
information about the effectiveness of task performance
(Hackman & Oldham, 1976) (measured by item 12).

Job
complexity

The extent to which the tasks on a job are complex and
difficult to perform (Campion, 1988) (measured by items
13 & 14).

Information
processing

The degree to which a job requires attending to and
processing data or other information (Wall et al., 1995)
(measured by items 15 to 18).
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Problem
solving

The degree to which a job requires unique ideas or
solutions and reflects the more active cognitive processing
requirements of a job (Wall et al., 1995) (measured by
items 19 to 21).

Skill variety

The extent to which a job requires an individual to use a
variety of different skills to complete the work (Hackman
& Oldham, 1980) (measured by item 22).

Specialization

The extent to which a job involves performing specialized
tasks or possessing specialized knowledge and skill
(Campion, 1988) (measured by items 23 to 25).

Social
support

The degree to which a job provides advice and assistance
from others (Wrzesniewski et al., 2003) (measured by
items 26 to 29).

Interdependen
ce

The degree to which the job depends on others and others
depend on it to complete the work (Kiggundu, 1981)
(measured by items 30 to 32).

Interaction
outside the
organization

The extent to which the job requires workers to interact
and communicate with individuals external to the
organization (Stone and Gueutal 1985) (measured by item
33).

Feedback
from others

The degree to which others in the organization provide
information about the job performance from other people
in the organizational structure (Hackman & Lawler, 1971)
(measured by item 34).

Ergonomics

The degree to which a job allows appropriate posture and
movement (Campion & Thayer, 1985) (measured by items
35 & 36).

Physical
demands

The level of physical activity or effort required in the job
(Edwards et al., 1999) (measured by item 37).
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Work
conditions

The environment within which a job is performed
(Campion & McClelland, 1991) (measured by items 38 &
41).

Equipment
use

The variety and complexity of the technology and
equipment used in a job (Goodman, 1986) (measured by
items 42 & 43).

Job holders were asked to rate their agreement for each of their job
characteristics using a simple 5 point scale ranging from strongly disagree to
strongly agree, while the higher the score, the better the WD characteristics.
In (Morgeson & Humphrey, 2006), the WD measure demonstrates excellent
validity while average Cronbach Alpha recorded (0.87) for all dimensions
and only the ergonomics scale was below (0.70).

6.2. Work Role Performance (WRP): (The dependent
variable)
The present research adopts a WRP measure of Griffin et al., 2007. Their
measure uses 27 items to rate how often job holders had carried out their role
over the past month on a scale ranging from 1 (very little) to 5 (great deal).
This is to assess the nine dimensions of work performance namely:
Individual, team and organization member task proficiency: They reflect the
degree to which a job holder meets the known expectations and requirements
of his or her role as an individual (Johnson, 2003); as a member of a team
(Welbourne et al., 1998); or as a member of an organization (Borman et al.,
2001). Individual, team and organization member task proficiency were
measured by items (1 to 3); (10 to 12); and (19 to 21) respectively to
Individual, team and organization member task adaptivity: They reflect the
degree to which a job holder cope with, respond to, and/or support changes
that affect their roles as individuals (Johnson, 2003); as members of a team
(Moon et al., 2004), or as organization member (Pulakos et al., 2000).
Individual, team and organization member task adaptivity were measured by
items (4 to 6); (13 to 15); and (22 to 24) respectively
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Individual, team and organization member task proactivity: They reflect the
extent to which a job holder engage in self-starting, future oriented behavior
to change their individual work situations, work roles, or themselves
(Aragon-Correa, 1998); to change a team’s situation or the way the team
works (Podsakoff et al., 2000); or to change her or his organization and/or
the way the organization works (Borman et al., 2001). Individual, team and
organization member task proactivity were measured by items (7 to 9); (16
to 18); and (25 to 27) respectively.
In (Griffin et al., 2007), Cronbach Alpha of the WRP measure was over (0.7)
for all performance dimensions except “team member proficiency” (0.67).

6.3. Innovative Work Behavior (IWB): (The mediating
variable)
The present research adopts Jong & Hartog (2010) measure of IWB. The
measure uses 11 items to assess the four dimensions of jobholder’s
innovative behavior in the workplace as the following:
Idea exploration refers to the ways of improving current products, services
or processes or trying to think about them in alternative ways (Basadur,
2004) (measured by items 1 to 3).
Idea generation relates to introducing new processes, improvements in
current work processes, or in general terms, solutions to identified work
problems (Amabile, 1988) (measured by items 4 to 6).
Idea championing includes finding support and building coalitions by
expressing enthusiasm and confidence about the success of the innovation,
being persistent, and getting the right people involved (Howell et al., 2005)
(measured by items 7 & 8).
Idea implementation refers to efforts needed to make ideas happen by
making innovations part of regular work processes (Kleysen & Street, 2001)
and behaviors like developing, testing, modifying, and commercializing the
promoted ideas (Kanter, 1988) (measured by items 9 to 11).
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Managers were asked to rate how often they had practiced innovative
behaviors at work over the past month on a scale ranging from 1 (never) to 5
(always). In (Jong & Hartog, 2010), Cronbach Alpha for four dimensions
recorded (0.90, 0.88, 0.95, and 0.93) respectively.
Accordingly, the present research adopts the WRP measure of Griffin et al.,
(2007); WD measure of Morgeson & Humphrey, (2006); and WRP measures
of Jong & Hartog, (2010) to achieve its purpose. The validity and reliability
of adopting those measures in the present research were as the following.
Table (2): the research measures’ validity and reliability
*Cronbach Alpha

Validity coefficients

Work design (WD)

0.86

0.92

Innovative work behavior (IWB)

0.97

0.98

Work role performance (WRP)

0.89

0.94

Measures

*All values exceeded Sekaran’s (2003) acceptable level of 0.60.

7. Research population and data collection & analysis
The present study’s population consists of managerial positions working in
Egyptair holding company including (head departments, general managers,
executive managers and supervisors).
Total population number had been estimated as 4717 managers classified
into 3 managerial levels over the company’s 9 subsidiaries. The sample
distribution over population is illustrated in the following table.
Table (3): Sample distribution over population
Holding Company
Subsidiaries

Completed Return
quest.
%

%

Sample

2278

48.3

185

163

88.1

Egyptair Express

10

0.3

1

1

100

Egyptair Cargo

228

4.8

19

14

73.7

Airlines

Population
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Maintenance &
Engineering

817

17.3

67

59

88

Ground Services

301

6.4

25

19

76

In-flight Services

209

4.4

17

12

70.6

Tourism & duty-free shops

447

9.5

36

28

77.8

Medical Services

374

7.9

30

21

70

53
4717

1.1
100

4
384

3
320

75
79.9%

Supplementary Industries
Total

Source: Egyptair Holding Company, Annual Report, June 2012/013

Data was collected about the managerial positions’ WRP, IWB and WD
through structured mailed questionnaire conducted with a sample of
managers on stratified sampling base. The sample size of (384) managers
had been calculated based on statistical samples size tables at significance
(0.05) (Rayan, 2007). Here, each managerial position describes his/her
WD and appraises their lower level managers’ WRP and IWB1. 9A total of
384 survey questionnaires were mailed to the represented respondents. The
questionnaire mailing yielded 320 questionnaire returns, for an overall
response rate of 79.9%. After removing the outliers, 262 questionnaires were
left, which represents a usable response rate of 81.9%.
Collected data had been revised, sorted, assorted and analyzed using the
SPSS software. While, testing the research hypotheses entailed
implementing Cronpach Alpha scale to test reliability of the research
measures; Descriptive statistical measures based on percentages, means,
standard deviations to describe data collected about the research
variables; Simple regression and Pearson correlation analysis to test the
significance and direction of the relationship among WD, WRP and IWB;
and finally Structure analysis that had been applied to test the direct and
indirect relationship between WD and WRP and examine the mediating
impact of IWB on such relationship.

8. Research limitations
1

Heads of the departments had self-appraised their WRP & IWB.
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The present research has been limited by several factors:
8.1. This study is focusing solely on Egypair Holding Company that has
been considered the only Egyptian aircraft company founded in May
1932 as a state-owned company with special permitting the management
to operate as if it is privately owned. According to Egyptair annual report
on 30 June 2010, Egyptair Holding Company consists of (9) selffinancing subsidiaries employing 32889 workers, adding value estimated
by 596 million EGP and recording substantial profits reaching (1.19)
billion EGP. Following the 2011 revolution, Egyptair faced a
considerable loss estimated by 1.3 billion EGP by 2012/0132.9Over 30%
of such loss is salaries increases because of promoting 4192 lower level
managers and executives without significant changes in their work
design or considerable enhancement in their work role performance
(seniority was the only promotion criterion). Based on an interview with
the HR general manager of Egyptair, Airline subsidiary, the company’s
administration nowadays is revising the work characteristics of this large
number of recently promoted staff members. This is to determine
preciously the desired modifications in their work design required to
foster work performance that fits the salaries increases. This in turn
makes Egyptair a typical case-study that is compatible with the present
research purpose.
8.2.The present research had been conducted only with managerial staff
working in Egyptair 9 subsidiaries at all managerial levels. Hence, each
manager is responsible for responding to a whole questionnaire classified
into three sub indexes. Hence, each manager describes his/her work
design (WD) and appraises his/her lower level managers’ innovative
work behavior (IWB) and work performance (WRP). The questionnaire
hasn’t been conducted with non managerial staff. Whereas, collecting
data from two different sources - by which subordinates describe their
WD and managers appraise their subordinates WRP and IWB - entails
providing pertinent information about each manager’s supervision span
to don’t misplace the representative subordinates. This in turn makes the
process of collecting data too difficult and complicated.

2

See: http://www.eturbonews.com/35497/egypts-national-airline-loses.
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8.3.The present research depends on the survey research method using
questionnaires to collect data about the research main variables WD,
IWB and WRP. However, using such research method and technique
has negative effect that is widely known as “common bias” (Rayan,
2007). For reducing such negative effect, the researcher employs wellknown, high reliable instruments to measure research variables.

9. Testing Hypotheses
To test hypotheses 1, 2, and 3, Pearson correlation and descriptive
statistic analysis had been employed.
Hypothesis 1 states that “there is a positive significant relationship between
work design (WD) characteristics and work role performance (WRP) level”.
The results in table (4) show significance, positive, strong relationship
between the managers’ WD and their WRP at (0.01) level of significance.
Table (4): means, standard deviations and Pearson correlation between
managers’ work design (WD) and their work-role-performance (WRP).
variables
 WD
 WRP
*significance at 0.01

mean
3.83
3.41

Standard deviation
0.497
0.405

Correlation factor
*0.45

Simple regression analysis had been also employed to ensure the
WD/WRP relations as in the next table.
Table (5): Simple regression analysis of the managers’ work-roleperformance (WRP) on their work design (WD).
Variable predictor
WRP

Beta
0.45

B
0.37

R
0.45

R2
0.20

Adj. R2
0.20

T
8.7

F
76.9

Sig. F
0.00

As shown in table (5), WD positively related to WRP (F = 76.93 at 0.00)
and Beta is positive. The adjusted R2 reveals that WD explains 20% of
variance in WRP. While those results are compatible with correlation
analysis in table (4), the first hypothesis would be accepted.
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Hypothesis 2 states that “There is a significant relationship between work
design (WD) characteristics and the innovative work behavior (IWB)”. The
results in table (6) show significance, positive, strong relationship
between the managers’ WD and their IWB at (0.01) level of significance.
Table (6): Means, standard deviations and Pearson correlation between
the managers’ work design (WD) and their innovative work behavior
(IWB).
variables
 WD
 IWB

mean
3.83
3.11

Standard deviation
0.497
0.592

Correlation factor
*0.78

*significance at 0.01
Simple regression analysis had been applied to ensure the WD/IWB
relations as in table (7).
Table (7): Simple regression analysis of the managers’ innovative work
behavior (IWB) on their work design (WD).
Variable predictor Beta
IWB
0.78

B
0.93

R
0.78

R2 Adj. R2
0.61 0.61

T
F
21.8 478.4

Sig. F
0.00

As shown in table (7), WD positively related to IWB (F = 478.46 at 0.00)
and Beta is positive. The adjusted R2 reveals that WD explains 61% of
variance in IWB. Those results are compatible with correlation analysis in
table (6). So, the second hypothesis would be accepted.
Hypothesis 3 states that “There is a positive significant relationship
between the innovative work behavior (IWB) and the work role performance
level (WRP)”. The results in table (8) show a significance, positive, strong
relationship between the managers’ IWB and their WRP at (0.01) level of
significance.
Table (8): Means, standard deviations and Pearson correlation between
the managers’ innovative work behavior (IWB) and their work-roleperformance (WRP).
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mean
3.11
3.41

Standard deviation
0.592
0.405

Correlation factor
*0.77

*significance at 0.01
Simple regression analysis had been employed to ensure the WD/WRP
relations as in the next table.
Table (9): Simple regression analysis of the managers’ work-roleperformance (WRP) on their innovative work behavior (IWB).
Variable predictor Beta
 WRP
0.77

B
0.52

R
0.78

R2
0.60

Adj. R2
0.59

T
20.9

F
439.9

Sig. F
0.00

As shown in table (9), IWB positively related to WRP (F = 439.9 at sig.
0.00) and Beta is positive. The adjusted R2 reveals that IWB explains
59% of variance in WRP. Those results are compatible with correlation
analysis in table (8). So, the third hypothesis would be accepted
Hypothesis 4 states that “The innovative work behavior (IWB) -as
mediator- increases the positive relationship between work design (WD) and
work role performance (WRP)”
Based on Baron & Kenny (1986), testing fourth hypothesis entails examining
the direct and indirect relations among research variables as in table (10).
Table (10): The relationship between work design (WD) and work role
performance (WRP) through innovative work behavior (IWB).
The direct & indirect relationship

R2

F

Sig. F

0.20
0.61
0.60

76.93
478.46
439.93

0.00
0.00
0.00

WD,WRP and IWB direct relations
WD / WRP
WD/IWB
IWB/WRP

89

طارق محمد علي.د

2014 المجلة العلمية لالقتصاد و التجارة – العدد الثاني أبريل

9**

WD,WRP and IWB indirect relations
0.65

WD+IWB / WRP

270.881

0.00

IWB
0.65
0.60

0.61
0.20
WD

WRP
0.05

Indirect relations
Direct relations
Figure (7): the direct and indirect relations among the research variables.

Table (10) and figure (7) show that WD (the independent variable)
explains directly 20% and 61% of the variances in WRP (the dependent
variable) and IWB (the mediating variable) respectively at significance
(0.00). On the other hand, the indirect relation between WD and WRP
after mediating the IWB shows that WD explains 65% of WRP variances
at significance (0.00). Entering IWB to the WD/WRP relation thus
reduced the WD direct impact on WRP from (20% to 5%). Hence, IWB
mediation led to increasing the strength of the indirect relationship
between the independent variable (WD) and the dependent variable
(WRP). This in turn led to accepting the fourth research hypothesis.

10. Findings discussion
The following paragraphs discuss and interpret briefly the present
research results.
10.1.The results of applying descriptive statistical measures - based on
** R2 of the (WD/WRP) indirect relation (WD/IWB + IWB/WRP) is (0.65).
Otherwise, R2 of (IWB/WRP) relation is (0.60). Thus, R2 change of
(WD/WRP) because of mediating (IWB) is 0.65 – 0.60 = (0.05). Comparing
R2 of the (WD/WRP) indirect relation (0.05) with R2 of the (WD/WRP)
direct relation (0.20) explains the (IWB) mediation effect.
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means (M) and standards deviations (Std.) - provide guidelines for
identifying the Egyptair current situation concerning its managers’
work design (WD), innovative work behavior (IWB) and work role
performance (WRP). In this context, WD of Egyptair managers has
been characterized by high motivational condition (M=3.9; Std.= 0.9)
resulted from the jobs high autonomy, variety, identity and feedback
from the job. The work design has been also characterized by
reasonable social condition (M=3.7; Std.= 0.93) resulted from high
social support, interdependence and feedback from other jobs. On
contrary, the work design has been characterized by low contextual
condition (M=2.7; Std. =0.98). On the other hand, innovative work
behavior of the Egyptair managers is slightly above average
regarding their ability to explore, generate and championing ideas
(M=3.1; 3.3; 3.4 and Std. =0.8; 0.9; 0.8; 0.9) respectively. Instead,
their behavior is considered high in terms of idea implementation
(M=4; Std. =0.95). Finally, the managers’ work role performance
reveals high score at individual level (M=4.3) compared with their
participation in teamwork (M=3.3) and organizational performance
(M=3.8). Here we need to mention that managers’ performance is
characterized by high profession (M=4.4), moderate adoptive and
proactive (M=3.3; 3.7).
10.2.The research results show positive, significant relationship between
the managers’ work design (WD) characteristics and their level of
work role performance (WRP) (R=0.45 at sign. 0.00). This in turn
agrees with results obtained by studies concerning WD/WRP
relations such as (Leoni, 2012; Groen et al., 2011; LePine et al., 2005;
Selmer & Lauring, 2011; Parker and Turner, 2002; Langfred and Moye,
2004). These studies highlight the impact of WD characteristics of
(job clarity, discretion, high cognition, problem-solving, and selfreflexivity, job demands, time urgency, and workload) on the level of
work role performance. In this context the present research argues the
impact of WD on WRP while adjusted R2 reveals that WD explains
20% of variance in WRP at sign. (0.00) highlighting WD
characteristics of (tasks autonomy, variety, significance, identity, in
addition to social support and work interdependence). Based on the
above, the managers’ WD characteristics play a significant role in
enhancing their work role performance level.
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10.3.The research result show also positive, significant relationship
between the managers’ WD characteristics and their innovative work
behavior (IWB) (R= 0.78 at sign. 0.00). This result agrees with
results obtained by a growing number of studies concerning WD/IWB
relations such as (Krause 2004; Ramamoorthy et al., 2005; Slatten &
Mehmetoglu, 2011; Ohly et al. 2006; Fritz & Sonnentag, 2009; Janssen,
2000; Spiegelaere, et al., 2012b; Carmeli & Spreitzer, 2009; Shalley et
al., 2004; Yuan & Woodman, 2010; Severke et al., 2002; Spiegelaere et
al., 2012a). These studies highlight the impact of WD features as
(autonomy, routinization, engagement, security, control, demands and
challenges) on workers’ IWB. In this context, the present study argues
that the ability of an organization to foster its managers’ innovative
behavior depends heavily on the characteristics of its work and work
design. While adjusted R2 reveals that the managers’ WD explains
61% of variance in their IWB at sign. (0.00).
10.4.The research results show also positive, significant relationship
between the managers’ IWB and their level of work role performance
(WRP) (R= 0.78 at sign. 0.00). This agreed with studies concerning
IWB/WRP relation such as (Leong & Rasli, 2013; Dorner, 2012;
Amabile, 1996; Gong et al., 2009). In this context, the present study
argued the impact of the managers’ IWB on their profession, adoptive
and proactive WRP at individual, teamwork and organization levels.
While adjusted R2 reveals that the managers’ IWB explains 60% of
variance in their WRP at sign. (0.00). Here, we have to mention that
the results show that the managers’ IWB explains 31% of their
individual work performance, 47% of their teamwork performance,
and 53% of their participation in achieving organization performance.
On the other hand, managers’ IWB is responsible for 22% of
variance in their proficiency, 44% of adoptivity and 61% of
proactivity. Based on this, we infer that managers’ IWB is very
essential for fostering their teamwork and organization role
performance.
10.5.Based on the above discussion, we infer that the managers’ WD
explains directly 20% and 61% of the variances in their WRP and
IWB respectively at significance (0.00). On the other hand, the
indirect relation between the managers’ WD and their WRP after
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mediating the IWB shows that WD explains 65% of WRP variances
at significance (0.00). Results of the stepwise analysis reveal that the
two steps of entering IWB to the WD/WRP assert that the IWB
mediation led to increasing the strength of the indirect relationship
between the independent variable (WD) and the dependent variable
(WRP).

11. Research Implications
Based on research results discussed above, we conclude number of
theoretical and empirical implications as follows:

11.1. Theoretical implications


The present research argued an existence of positive, significant
relationship between the mangers’ work design characteristics and their
work role performance which had been proved in literatures concerning
WD/WRP relationship. However, the current literatures use incomplete
yet disintegrated wok design measures (Morgeson & Humphrey, 2006)
that focus mainly on particular work design characteristics neglecting
other importance work characteristics (Parker et al. 2001), or they
investigated work design issues independently of each other when
examining their impact on individual and organizational outcomes
(Edwards et al., 2000). In an attempt to bridge the literature gap and
overcome such deficiencies, the present research adopts the multi
dimensional work design model of (Morgeson & Humphrey, 2006). The
model consists of seventeen sub-dimensions classified into four core
dimensions to assess various work characteristics and their relation to
both different occupations and job outcomes.



On the other hand, the current literatures concerning work role
performance (WRP) focus mainly on individual work performance
ignoring its impact on the group and organization work performance. In
an attempts to treat such insufficiency, the present research adopt the
work role performance model of (Griffin et al., 2007) that cross-classifies
the three WRP dimensions (proficiency, adaptivity, and proactivity) with
the three levels at which role behaviors can contribute to effectiveness
(individual, team, and organization).
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The majority of research topics concerning the relationship between
work design and work role performance focus mainly on the direct
relation between the two variables (Selmer & Lauring 2011; Groen et al.
2011; Leoni, 2012; LePine et al. 2005). However, explaining how
different work design characteristics may affect the work role
performance has not been discussed exclusively yet in the literature.
Accordingly, the present research enriches the current literatures by
examining how the innovative behavior (as mediator) helps explaining a
complex relationship between a work design and work role performance.

11.1. Empirical implications


The present research develops a clear manual that can be used by the
company’s administration to determine preciously the desired
modifications in work characteristics which are needed to foster their
managers’ innovative work behavior and examine the impact of these
modifications on their profession, adoptive and proactive work
performance at individual, team and organization levels.



Based on the research results, WRP of the Egyptair managers is slightly
above average in terms of their adoptive and proactive capabilities
especially at teamwork and organizational level. To overcome such
WRP insufficiency, Egyptair Company has to pay more attention to the
motivational and social dimensions of its work design emphasizing job
characteristics of (tasks autonomy, variety, identity, social support,
interdependence and feedback from the job and other jobs). These
characteristics are responsible for 83% and 84% of variance in the
managers’ innovative work behavior. On the other hand, the managers
innovative work behavior is responsible for change in their profession,
adoptive and proactive work performance by 22%, 49% and 61%
respectively. This ultimately enhances individual, teamwork and
organization performance by 31%, 47% and 53% respectively. Here we
infer that the managers’ motivational and social work characteristics
have a great impact on their adoptive and proactive work performance
which is reflected on their performance at teamwork and organization
levels. However, this impact appears clearly if the managers are
innovative.
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12. Further research
Based on the previous discussion regarding the present research results,
implications and limitations we produce the following further research:
Investigating the indirect relationship between the worker’ WD
characteristics and their WRP by inserting the “perceived supervisory
support” (POS) and the “perceived coworkers support” (PCS) as mediating
variables.
Inserting the moderating variables of managerial level and organization size
to examine their impact on the WD/WRP relations at different managerial
levels and organizations sizes.
Examining the impact of adopting a Japanese work design (WD) model of
“loosely structured organization” (LSO) introduced by (Okubayashi et al.,
1994) on the “work role performance” (WRP) at organization level.
Shed light on particular WD dimensions through examining the impact of
adopting the task assignment model (TAM) introduced by (Lee et al., 2007)
on the motivational, knowledge, social or contextual dimensions of work
design.
Exploring factors fostering the managers’ IWB through examining the
impact of the innovative HRM practices on the managers’ innovative work
behavior (IWB).
Apply the present research hypotheses on the workers instead of the
managers to examine the impact of the workers’ IWB on their WD and WRP
relationship.
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The impact of managers’ innovative work behavior on the
relationship between their work design and performance
“Evidence from EgyptAir holding company”

Questionnaires
Dear Mr. /Mrs.…………………………………………………..

The present research investigates the impact of the managers Innovative
work behavior on the relationship between their work Design and work role
performance. Thus, our target is shaping a work design that helps providing
innovative climate needed for enhancing the managers role performance.
To facilitate achieving such a vital objective, kindly fill the attached
questionnaire carefully. Remember that data collected will be treated fairly
and in secret. Moreover, results and recommendations will be presented in
open discussion for the purpose of applying them to you company.

Thanks for your kind cooperation in advance.

The researcher
Tarek Mohamed Ali, PhD.
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Section 1: Work Design Questionnaire (WDQ)
Please CIRCLE the levels of agreement for each of the items below regarding the
extent to which your job differ in its characteristics from other jobs within the
organization. Respondent should choose one between the five degrees, ranging from
(1) Strongly Disagree to (5) strongly Agree.
Strongly
Strongly
Disagree Neutral Agree
Disagree
Agree

key statements
1. The job allows me to make my
own decisions about how to
schedule my work.

1

2

3

4

5

2. The job allows me to decide on
the order in which things are done
on the job.

1

2

3

4

5

3. The job gives me a chance to use
my personal initiative or judgment
in carrying out the work.

1

2

3

4

5

4. The job allows me to make a lot
of decisions on my own.

1

2

3

4

5

5. The job allows me to make
decisions about what methods I
use to complete my work.

1

2

3

4

5

6. The job involves doing a number
of different tasks.

1

2

3

4

5

7. The job requires the performance
of a wide range of tasks.

1

2

3

4

5

8. The results of my work are likely
to significantly affect the lives of
other people.

1

2

3

4

5

9. The job itself is very significant
and important in the broader
scheme of things.

1

2

3

4

5
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10.
The job involves completing a
piece of work that has an obvious
beginning and end.

1

2

3

4

5

11.
The job provides me the
chance to completely finish the
pieces of work I begin.

1

2

3

4

5

12.
The work activities
themselves provide direct and
clear information about the
effectiveness (e.g., quality and
quantity) of my job performance.

1

2

3

4

5

13.
The job requires that I only do
one task or activity at a time (R)

1

2

3

4

5

14.
The tasks on the job are
simple and uncomplicated (R)

1

2

3

4

5

15.
The job requires me to
monitor a great deal of
information.

1

2

3

4

5

16.
The job requires that I engage
in a large amount of thinking.

1

2

3

4

5

17.
The job requires me to keep
track of more than one thing at a
time.

1

2

3

4

5

18.
The job requires me to
analyze a lot of information.

1

2

3

4

5

19.
The job involves solving
problems that have no obvious
correct answer.

1

2

3

4

5

20.
The job requires me to be
creative.

1

2

3

4

5

21.

1

2

3

4

5

The job often involves dealing
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with problems that I have not met
before.
22.
The job requires me to utilize
a variety of different high-level
skills in order to complete the
work.

1

2

3

4

5

23.
The job is highly specialized
in terms of purpose, tasks, or
activities.

1

2

3

4

5

24.
The tools, procedures,
materials, and so forth used on
this job are highly specialized in
terms of purpose.

1

2

3

4

5

25.
The job requires a depth of
knowledge and expertise.

1

2

3

4

5

26.
I have the opportunity to
develop close friendships in my
job.

1

2

3

4

5

27.
My supervisor is concerned
about the welfare of the people
that work for him/her.

1

2

3

4

5

28.
People I work with take a
personal interest in me.

1

2

3

4

5

29.
People I work with are
friendly.

1

2

3

4

5

30.
The job requires me to
accomplish my job before others
complete their job.

1

2

3

4

5

31.
Other jobs depend directly on
my job.

1

2

3

4

5

32.

1

2

3

4

5

My job cannot be done unless
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others do their work.
33.
The job requires spending a
great deal of time with people
outside my organization.

1

2

3

4

5

34.
I receive a great deal of
information from my manager and
coworkers about my job
performance.

1

2

3

4

5

35.
The seating arrangements on
the job are adequate (e.g., ample
opportunities to sit, comfortable
chairs, good postural support).

1

2

3

4

5

36.
The work place allows for all
size differences between people in
terms of clearance, reach, eye
height, leg room, etc

1

2

3

4

5

37.
The job requires a great deal
of muscular endurance.

1

2

3

4

5

38.
The work place is free from
excessive noise.

1

2

3

4

5

39.
The climate at the work place
is comfortable in terms of
temperature and humidity.

1

2

3

4

5

40.
The job has a low risk of
accident.

1

2

3

4

5

41.
The job takes place in an
environment free from health
hazards (e.g., chemicals, fumes,
etc.).

1

2

3

4

5

42.
The job involves the use of a
variety of different equipment.

1

2

3

4

5
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43.
The job involves the use of
complex equipment or
technology.

1

2

3

Section 2: Innovative Work Behavior (IWB) Questionnaire
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For the following questions, Please CIRCLE the appropriate number for each of the
items below regarding how often your lower level managers practice the behaviors
below at work. You should choose one between the five degrees, ranging from (1)
never to (5) always.

Never Rarely Neutral

Key statements

Some
Always
time

1. Look for opportunities to improve an existing
process, technology, product, service or work
relationship

1

2

3

4

5

2. Recognize opportunities to make a positive
difference in your work, department,
organization or with customers

1

2

3

4

5

3. Pay attention to non-routine issues in your
work, department, organization or market
place

1

2

3

4

5

4. Search out new working methods, techniques
or instruments

1

2

3

4

5

5. Generate original solutions for problems

1

2

3

4

5

6. Find new approaches to execute tasks

1

2

3

4

5

7. Encourage key organization members
enthusiastic for innovative ideas

1

2

3

4

5

8. Attempt to convince people to support an
innovative idea

1

2

3

4

5

9. Systematically introduce innovative ideas into
work practices

1

2

3

4

5

10.
Contribute to the implementation of new
ideas

1

2

3

4

5

11.
Put effort in the development of new
things

1

2

3

4

5
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Section 3: Work role Performance (WRP) Questionnaire
For the following questions, Please CIRCLE the appropriate number for each of the
items below regarding how often your lower level managers practice the behaviors
below at work. You should choose one between the five degrees, ranging from very little
(1) to a great deal (5).
Very
great
Little Neutral Deal
little
deal

Key statements
1. Carried out the core parts of his job well.

1

2

3

4

5

2. Completed his core tasks using the standard
procedures.

1

2

3

4

5

3. Ensured his tasks were completed properly.

1

2

3

4

5

4. Adapted well to changes in core tasks.

1

2

3

4

5

5. Coped with changes to the way he has to do his
core tasks.

1

2

3

4

5

6. Learned new skills to help adapting to changes
in his core tasks.

1

2

3

4

5

7. Initiated better ways of doing his core tasks.

1

2

3

4

5

8. Come up with ideas to improve the way in
which his core tasks are done

1

2

3

4

5

9. Made changes to the way his core tasks are
done.

1

2

3

4

5

10. Coordinated his work with coworkers.

1

2

3

4

5

11. Communicated effectively with his coworkers.

1

2

3

4

5

12. Provided help to coworkers when asked, or
needed.

1

2

3

4

5
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13. Dealt effectively with changes affecting his
work unit.

1

2

3

4

5

14. Learnt new skills or taken on new roles to cope
with changes in the way his unit works

1

2

3

4

5

15. Responded constructively to changes in the way
his team works.

1

2

3

4

5

16. Suggested ways to make his work unit more
effective.

1

2

3

4

5

17. Developed new and improved methods to help
his work unit perform better

1

2

3

4

5

18. Provided help to coworkers when asked, or
needed.

1

2

3

4

5

19. Presented a positive image of the organization
to other people

1

2

3

4

5

20. Defended the organization if others criticized it.

1

2

3

4

5

21. Talked about the organization in positive ways.

1

2

3

4

5

22. Responded flexibly to overall changes in the
organization

1

2

3

4

5

23. Coped with changes in the way the organization
operates

1

2

3

4

5

24. Learnt skills or acquired information that
helped you adjust to overall changes in the
organization

1

2

3

4

5

25. Made suggestions to improve the overall
effectiveness of the organization

1

2

3

4

5

26. Involved himself in changes that are helping to
improve the overall effectiveness of the
organization

1

2

3

4

5
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27. Come up with ways of increasing efficiency
within the organization.
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1

2

3

4

5
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د.طارق محمد علي

تأثير السلوك االبتكاري للمديرين في العالقة بين تصميمات وظائفهم وأدائهم الوظيفي

"دراسة ميدانية بالتطبيق علي الشركة القابضة مصر للطيران"

إعداد

د.طارق محمد علي

مدرس بقسم ادارة االعمال ,كلية التجارة ,جامعة سوهاج.
دكتوراة ادارة االعمال ,كلية االدارة ,جامعة كوبي  -اليابان
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د.طارق محمد علي

ملخص البحث
هدفت هذه الدراسة الي اختبار دور السلوك االبتكاري للمديرين (كمتغير وسيط) في تفسير العالقة

بين تصميمات وظائفهم (كمتغير مستقل) و أدائهم الوظيفي علي مستوي الفرد و الفريق و المنظمة
(كمتغير تابع).
إستند االطار المفاهيمي للدراسة علي دمج ٍ
كل من نموذج السلوك االبتكاري لGriffin et 2007

 ,al.,ونموذج االداء الوظيفي ل Jong & Hartog 2010ونموذج التصميم الوظيفي
ل Morgeson & Humphrey, 2006وذلك لتحقيق هدف الدراسة.

أجريت الدراسة علي عينة مكونة من  262من المديرين العاملين بالشركات التسع التابعة للشركة
القابضة مصر للطيران  .من أهم النتائج التي توصلت لها الدراسة وجود عالقة ارتباط موجبة دالة
احصائيا بين خصائص الوظيفة التي يشغلها المدير ٍ
وكل من سلوكه االبتكاري في العمل وادائه
الوظيفي علي مستوي الفرد والفريق والمنظمة ,حيث اثبتت النتائج ان الخصائص التحفيزية

Motivationalواالجتماعية  Socialللوظيفة التي يشغلها المدير تؤثر بشكل واضح علي سلوكه
االبتكاري فيما يتعلق بقدرته علي التكييف  adoptivityوالمبادرة  proactivityفي العمل مما ينعكس

بصورة واضحة علي ادائه علي مستوي الفريق والمنظمة.

خلصت الدراسة الي ان السلوك االبتكاري للمديرين يزيد من قوة العالقة الموجبة بين خصائص
وظائفهم وادائهم الوظيفي.

مصطلحات البحث :تصميم الوظيفة  ,work designاالداء الوظيفيwork role performance,

السلوك االبتكاري في العملinnovative work behaviour
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